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ABSTRACT

Retaining skilled employees is an ongoing challenge due to high turnover, demanding
workload, and limited talent supply. This study examines the relationship between
career development, compensation, and work-life balance on employees’ retention,
using Social Exchange Theory (SET) as the main framework. The research focused on
Big-Four, mid-tier, and small firms in the Klang Valley, in which early staff departures
often affect audit quality and increase recruitment costs. A quantitative, cross-sectional
design was used, with purposive sampling applied to collect 336 valid responses
through a structured questionnaire. Data were analyzed using SPSS version 29,
applying descriptive statistics, Pearson correlation, and multiple linear regression. The
results showed all three factors significantly and positively influence employee
retention, with work-life balance is the strongest indicator, followed by career
development, and compensation. The model explained 59.7% of the variance in
retention, showing the importance of strategic HR practices in sustaining workforce
stability. This study recommends supportive work-life balance, structured career
development opportunities, and competitive compensation packages as key retention
strategies. The findings provide empirical support for SET in the Malaysian audit
context and offer practical recommendations for developing effective retention

strategies and committed employees.

Keywords: Employees Retention, Career Development, Compensation, Work-life

Balance, Social Exchange Theory
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ABSTRAK

Mengekalkan pekerja berkemahiran merupakan cabaran berterusan disebabkan kadar
keluar masuk pekerja yang tinggi, beban kerja yang banyak, dan kekurangan tenaga
kerja yang berbakat. Kajian ini meneliti hubungan antara pembangunan kerjaya,
pampasan, dan keseimbangan kerja-kehidupan terhadap pengekalan pekerja dengan
menggunakan Teori Pertukaran Sosial sebagai rangka kerja utama. Penyelidikan ini
memfokuskan kepada firma audit Big-Four, peringkat sederhana, dan kecil di Lembah
Klang, di mana pengunduran awal kakitangan sering memberi kesan terhadap kualiti
audit dan meningkatkan kos pengambilan pekerja. Reka bentuk kajian kuantitatif secara
keratan rentas digunakan, dengan pensampelan bertujuan untuk mengumpulkan 336
maklum balas yang sah melalui soal selidik berstruktur. Data dianalisis menggunakan
SPSS versi 29 dengan menerapkan statistik deskriptif, korelasi Pearson, dan regrasi
linear berganda. Keputusan menunjukkan ketiga-tiga faktor mempunyai pengaruh
positif yang signifikan terhadap pengekalan pekerja, dengan keseimbangan kerja-
kehidupan sebagai pengaruh paling kuat, diikuti oleh pembangunan kerjaya dan
pampasan. Model ini juga menerangkan 59.7% varians dalam pengekalan pekerja,
secara tidak langsung menunjukkan kepentingan amalan sumber manusia yang strategik
dalam mengekalkan kestabilan tenaga kerja. Kajian ini menyokong keseimbangan
kerja-kehidupan, peluang pembangunan kerjaya yang berstruktur, dan pakej pampasan
yang kompetitif sebagai strategi utama pengekalan pekerja. Hasil kajian ini
memberikan sokongan emperikal terhadap SET dalam konteks audit di Malaysia, serta
menawarkan cadangan praktikal untuk membangunkan strategi pengekalan yang

berkesan dan pekerja yang komited.

Kata kunci: Pengekalan Pekerja, Pembangunan Kerjaya, Pampasan, Keseimbangan

Kerja-Kehidupan, Teori Pertukaran Sosial
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CHAPTER 1

INTRODUCTION

1.1 Introduction

This chapter outlines the background of the study conducted. Then, problem statement
is discussed in within this study, highlighted the research questions involved,
formulation of research objectives, scope, and significant of the study and the definition
of key terms used in this paper. On the last part of this chapter, a brief description on
the arrangement for the rest of the chapters present in this project paper and the

summary of chapter one.

1.2 Background of Study

In today’s competitive business environment, investment in human capital has become
essential for organizational growth and sustainability (Kianoosh Ganji, 2021). The
dynamic nature of global market conditions is compelling organizations to adopt
alternative strategies not only to remain competitive but also to enhance employee
retention in an increasingly volatile work environment. According to Rachman &
Hamzah (2023), employee retention shows the ability and effort of the organization to
retain the employees loyalty, and Khan et al. (2024) further expand this context to the
skilful and talented employees. Attracting and retaining high-performing talent is
important for organizations to stay ahead of other competitors, particularly within the
demanding landscape of audit firms. Characterized by intense workloads (Christensen
et al.,, 2021), high performance expectations (Ali & Ghani, 2022), and significant
turnover rates (Wei et al., 2019), audit firms depend on professionals, in this context is
auditor, who own not only technical proficiency but also deep industry knowledge to

1
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APPENDIX A: Survey Form

SECTION 1

This part contains a few demographic information pertaining to yourself.
Please tick (v') the appropriate responses for all questions or write your
response in the space provided.

1) Gender

(
(

2) Age

AN AN AN SN S

) Male
) Female

) 20-25 years old
) 26-30 years old
) 31-35 years old
) 36-40 years old
) Above 40 years old

3) Marital Status

(
(
(
(

) Single

) Married

) Divorced
) Widowed

4) Highest Educational Level

(

AN N SN S

5) Position

AN N AN SN SN

) Diploma

) Bachelor’s Degree

) Master’s Degree

) Doctorate

) Professional Certificate

) Associate

) Associate 2

) Senior Associate (
) Senior Associate 2 (

) Assistant Manager
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(
(

) Manager

) Senior Manager
) Director
) Partner



6) Type of Firm

( ) Big—.Four
() Mid-Tier
() Small Firm

7) Years of Working Experience
( )Lessthan 1 Year
( )1-3Years
( )4-6 Years
( )7-10 Years
() More than 10 Years

8) Tenure with Current Firm
() Lessthan 1 Year
( )1-3 Years
( )4-6 Years
( )7-10 Years
() More than 10 Years

9) Monthly Salary Range

( ) Below RM3,000
) RM3,001 — RM5,000
) RM5,001 — RM8,000
) RM8,001 — RM10,000
) RM10,001 — RM15,000
) RM15,001 and above

e e e s
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SECTION 2

INSTRUCTION:

With reference to the current firms that you are working, please

indicate the level of agreement to the following statement by circling the appropriate
number in the scale given.

No. Strongly | Disagree | Moderate Agree | Strongly
Bil disagree Agree
' Sangat Tidak Sederhana | Setuju Sangat
Tidak Setuju Setuju
Setuju
1. | My firm trains employees on 1 2 3 4 5
skills that prepare them for
future  jobs and career
development.
My firm  provides career
2. | counselling and planning 1 2 3 4 5
assistance to employees.
3. | My firm allows employees to 1 2 3 4 5
have the time to learn new skills
that prepare them for future
jobs.
4. | My firm provides support when 1 2 3 4 5
employees decide to obtain
ongoing training.
5. | My firm is receptive to 1 2 3 4 5
employees’ requests for lateral
transfers (transfer to another
department).
6. | My firm ensures that employees 1 2 3 4 5
can expect confidentiality when
consulting staff.
7. | My firm provides employees 1 2 3 4 5
with information on the
availability of job openings
inside the organization.
8. | My firmis fully supportive of a 1 2 3 4 5

career-management program
for the employees.

77




My firm provides a systematic
program that regularly
assesses employees’ skills and
interest.

10.

My salary is satisfactory in
relation to what | do.

11.

| derive satisfaction when my
annual bonus associated with
individual performance.

12.

It gives me satisfaction when
my annual bonus is based on
organizational performance.

13.

| am satisfied that my medical
insurance benefits cover
employee, spouse, children,
and parents.

14.

It gives me satisfaction to know
that | can avail unpaid time offs
such as study leave.

15.

My organization provides
opportunities to avail accident
insurance benefits.

16.

My organization empathizes
and sympathizes by providing
paid time offs such as paternity
leave and bereavement leave
for the death of a family or
household member.

17.

My organization cares by
providing special leave for
extended maternity or attending
dependent family members.

18.

There are opportunities to avail
vacations or holiday programs.
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19.

My personal life suffers because
of work.

20.

| miss personal activities because
of work.

21.

| neglect personal needs because
of work.

22.

| put personal life on hold for
work.

23.

| struggle to juggle work and non-
work.

24.

My job makes personal life
difficult.

25.

| am happy with the amount of
time for non-work activities.

26.

My job gives me energy to pursue
personal activities.

27.

| am in a better mood because of
my job.

28.

| am planning on working for
another company within a period
of three years.

29.

Within this company my work
gives me satisfaction.

30.

If | wanted to do another job or
function, | would look first at the
possibilities within this company.

31.

| see a future for myself within
this company.

79




32.

It does not matter if | am working
for this company or another, as
long as | have work.

33.

If it were up to me, | will definitely
be working for this company for
the next five years.

34.

If I could start over again, | would
choose to work for another
company.

35.

If | received an attractive job offer
from another company, | would
take the job.

36.

The work | am doing is very
important to me.

37.

| love working for this company.

THANK YOU FOR SPARING YOUR VALUABLE TIME TO COMPLETE

THIS SURVEY
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APPENDIX B: SPSS Output Data

1) Reliability Test

Scale: Career Development
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Scale: Compensation

Scale: Work-life Balance
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Scale: Employee Retention
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2) Normality Test
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—%” Universiti Utara Malaysia
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3) Regression
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4) Correlations
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5) Frequencies

Frequency Table
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